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Abstract 
This paper presents the relationship between integrity dimensions of prevention, accountability, enforcement and employees  job 
conduct. It was revealed that enforcement made significant contribution, in explaining employees  job conduct in comparison to 
prevention and accountability. Hence, it can be concluded that the enforcement of rules, regulations and procedures affect the 
employees  job conduct more in comparison to prevention and accountability. Further, the study also reveals that religious 
orientation correlates with  behaviour at work. This paper concludes with recommendations and direction for future 
research.
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1. Inroduction 
Integrity is one of the most important personal qualities that any individual in a position of power or responsibility 
must possess, be it in business or politic, public or private life (Krogh, 2007: 13-15). Hence, many countries around 
the world have been and are still investing in efforts to foster, enhance and reinforce integrity not only in the civil 
service but also in every aspect of governance. In fact, the focus in established democracies was rather on securing 
integrity in the public sector to counter the long-term trend of declining public trust (Fijnaut and Hubert, 2002). 
Thus integrity has become a genuine area of concern in the civil service of many countries around the world. For 
example, integrity initiatives have taken place in all countries, the World Bank, the United Nations and international 
non-profit organisations (Behnke and Maesschalck, 2006). In fact, Transparency International (TI) has become the 
thrust of integrity measurement around the world.  
2. Literature review 
2.1 The meaning of integrity and conception 
 
The exact meaning of integrity has attracted numerous debates. Among those definitions, the one offered by Lanyi 
and Azfar (2005) was considered clear with integrity being referred to as honesty and lack of corruption among 
employees who work in both the public and private sectors. The term good governance is sometimes used in place 
of integrity.  
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However, good governance does not only refer to integrity, but also to efficient management of public resources, 
and adequate public participation in decision-making. Literature indicates that there is an increased trend in integrity 
incidents within the various sections of the government machinery that has caught the attention of the general 
public. These cases include fraud in building, education and health sections, abuse, waste and mismanagement, as 
well as decisions in the judiciary system (Walker, 2005). These incidents, if not handled properly, can damage the 
image of the public service and underline the necessity of continuous pro-active and preventive investment in 
integrity.  
As contended by Behnke and Maesschalck (2006: 2) the r
integrity in the public sector cannot be secured by laws and rules alone, or left to the internalised morals and 
goodwill of the public administrators, but prescriptive rules, laws and procedures must be backed by sanctions 
(punishments), and this in turn must be complemented by an internalis
the domain of human resource management strategy framework, job and career mobility, compensation and 
incentives, sancti
 
Ashour (2004) noted that equitable compensation based on merit is not enough, an effective, efficient and proper 
performance and conduct need to be recognised and rewarded. He further suggested that negligent performance and 
wrongdoing or unethical conduct needs to be disciplined or penalised because the existence of negative sanctions 
and the presence of the clear criteria to administer them serve as a threat to deter public employees from engaging in 
wrongdoing. However, investigation of wrongdoing and disciplinary actions should be provided on fair and 
transparent bases and should be associated with justification and appeal procedure (Ashour, 2004).  
 
2.2 Integrity, religious orientation and job conduct 
 
Integrity is a much discussed issue these days, and numerous concept papers have been presented both at 
international and domestic levels to address at length this issue of how integrity can be enforced effectively and 
corrupted behaviour prevented, particularly at individual and organisational levels. However, very few past studies 
that relate integrity directly 
investigated the perceptions of the citizens of the said countries or business people or traders who conduct business 
in other countries. Please refer to Table 1. 
  Nonetheless, the framework suggested by Ashour (2004) is considered as a strong foundation to look into the 
possibility of this relationship. According to him, integrity is among the major factors which lead to job 
performance, job conduct and employ , which draws the attention of the researchers of the current 
study to explore further. Somehow, Ashour did not specifically state how these dimensions are measured and 
administered nor did he report the significant relationship amongst all these sets of variables. In other words, 
 piece of work is merely discussed at the conceptual level that needed to be tested empirically. 
 On another note, Banks (1998) discusses the codes of ethics and ethical conduct from the different view point of 
the caring professions, and she emphasises codes of ethics and ethical conduct definitions, which is also a 
conceptual paper. On the other hand, a recent study by Andreoli and Lefkowitz (2008) discuss the individual and 
organisational misconduct behaviour at work and the antecedents that lead to that behaviour. Their study focused on 
the individual ethical behaviour and non-
regulations. This indirectly implies the issue of integrity even though it was not precisely mentioned. As previously 
discussed in the literature, integrity means honesty and lack of corrupt behaviour (Lanyi and Azfar, 2005). Conduct 
as defined in relation to ethical professions refers to behaviour or action or what somebody does, and how they 
conduct themselves (Banks, 1998: 29). 
In other words, according to Banks (1998), conduct in this context simply means how one consciously behaves or 
sanctioned codes or accepted notions of right and wrong, and duty is defined as an obligatory task, conduct, service 
or Taking this definition, therefore, job conduct simply means 
the behaviour that the employees display at their work place and how they conduct themselves in accordance to the 
set of regulations or laws set forth by the organisations that employ them and whether to comply or not to comply. 
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The direct link of integrity in explaining an  Hence, 
this study explores this possibility.  
Similarly, the link between religious orientation an job conducts at work is also fuzzy. The literature 
shows that this link is manifested indirectly in terms of religious beliefs and practices and its relation on 
organisational commitment and work values (Kutcher, et al. 2010; Roundy, 2009). Most of the findings of these 
studies are correlational in nature and does not directly investigate the linear relationship as per se. 
 
Table 1: Corruption Perceptions Index 2004 for Selected Countries 
 
Countries Index Score CPI Countries Index Score CPI 
Finland 9.7 Mexico 3.6 
New Zealand 9.6 Peru 3.5 
Singapore 9.3 Egypt 3.2 
Switzerland 9.1 Turkey 3.2 
United Kingdom 8.6 Russia 2.8 
USA 7.5 Philippines 2.6 
Spain 7.1 Uganda 2.6 
Bahrain 5.8 Libya 2.5 
Taiwan 5.6 Venezuela 2.3 
Jordan 5.3 Sudan 2.2 
Malaysia 5.0 Kenya 2.1 
Tunisia 5.0 Pakistan 2.1 
Italy 4.8 Nigeria 1.6 
South Africa 4.6 Bangladesh 1.5 
South Korea 4.5   
Source: Transparency International, Corruption Index 2004 
 
In this pursuit, the current study attempts to explore amongst others the relationship between several integrity 
The correlation between 
also determined. For this purpose, the following framework 
(please refer to Figure 1) and hypotheses are formulated.  
 
 
H2: Integrity dimension of accountability tends to influence  
 
 
Independent Variables      Dependent Variable 
 
 
 
 
 
 
 
 
Figure 1: The Conceptual Framework of the Study 
 
3. Methodology 
3.1 Research design and data collection procedure 
 
Conduct 
Integrity Dimensions 
 Prevention 
 Accountability 
 Enforcement 
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A probability sampling approach was employed and a stratified random sampling technique was applied to draw 
the sample from the staff database of one public university located in Sarawak, Malaysia. 226 employees involved 
in this study out of 540. 139 of them completed and returned the self-administered questionnaires useable for data 
analysis. 
The survey was conducted in September 2008. The instrument used in this study was adapted from Lanyi and 
06 items/checklists for assessing integrity and accountability, using a 5-point Likert like scale with 
pics/inquiries, which amongst others included 51 items related to civil 
service, senior government officials, budget management, public procurement, and administrative appeals.  
 However, only 43 items/checklists out of 51 items were adapted and used by taking into consideration the items 
relevancy to the objectives of this study which focused on integrity and accountability in the civil service. Eight 
items were dropped or changed after taking into consideration the relevance of the instruments and the differences in 
characteristics of the current respondents in comparison to the respondents in the original study of Lanyi and Azfar 
(2005). These items measure integrity dimensions of prevention, accountability and enforcement. Eleven items used 
to measure job conduct were originally developed by the researchers strongly disagree  and 
strongly agree .  
 The test conducted revealed that the reliability of all items was between satisfactory and excellent with 
icient score of between 0.60 to above 0.80 (Nunally, 1978; Malhotra, 2004). This indicated 
an acceptable score for the exploratory nature of this study. To test the validity of these items, principal component 
factor analysis (PCA) was performed indicating the Kaiser-Mayo-Olkin (KMO) above the threshold of 0.50 and 
significant ty revealed (Please refer to Table 3). Following Poria, Butler and Airey (2003), 
employees were asked to report their strength of religious orientation using as very 
strongly religious.  
 
 3.4 Data analysis procedure 
 
The data was analysed using Statistical Packages for Social Sciences (SPSS version 16.0). Descriptive statistics 
was performed to profile the characteristics of the respondents. A correlation matrix was generated to determine the 
presence of multi-collinearity among the variables, the appropriateness for conducting a factor analysis and to 
establish correlation among sets of variables. The mean and standard deviation values were computed as a check on 
the existence of outliers. The principal component factor analysis (PCA) was used to summarise a larger set of 
variables into a smaller set of variables (Zikmund, 2000; Malhotra, 2004). The other purpose of conducting the 
principal component factor analysis (PCA) was to establish the psychometric property of the measurements/scales 
 alpha coefficient was 
used to test the internal consistency and reliability of the measurements intended to measure (Nunally, 1978; 
Malhotra, 2004). A standardized regression coefficients test was performed to determine the goodness-of-fit of the 
model.  
4. Findings and discussions 
4.1 rofile 
 
Out of 226 sets of the questionnaire distributed, only 139 sets were fully completed and useable in the analysis, 
which yielded a response rate of 61.50 percent. The research findings revealed that 78 (56.1%) of the respondents 
were male and 61 (43.9%) were female. The research also indicated that the majority of the respondents were 
young. In addition, 22 respondents (15.8%) held positions as managers and administrative officers, 53 respondents 
(38.8%) held supervisory jobs, 19 (13%) of them were in clerical and operational positions, and 45 (32.4%) 
academician. Most of the respondents, that is, 71 (51%) of them had secondary to college and diploma level of 
education, and followed by 55 (39.6%) with a university degree. Seven (5%) of them had primary level of education 
and six (4.3%) of them had other educational level. On average, most of them were religious people with 134 
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(96.4%) stating their strength of religious orientation between average to strongly religious. While the other five 
(3.6%) stated their strength of religious orientation was between weak and not religious at all. 
  
4.2 The r perception on integrity initiatives by management 
 
As shown in Table 2, the majority of the employees perceived that, the integrity initiatives taken by the 
management in this study above satisfactory on all dimensions of integrity which comprised of prevention (mean-
3.5261), accountability (mean-3.7702), and enforcement (mean-3.7830). As for job conduct (mean-4.2184), on 
average most of the respondents rated favourably on all eleven items such as clear procedures, rules and regulations 
that will guide them well in carrying out their daily tasks, helping them to upgrade their job performance, 
contribution to their productivity, avoidance from violation of rules and regulations, help to carry out their duties 
more confidently and a satisfied feeling with their job and a boost to their moral values.  
The findings suggest that the management needs to consider improving the elements of prevention and 
accountability in its effort to inculcate and realise the spirit of integrity among the employees at work place. The 
strict enforcement of rules and procedures is very important to deter people from engaging in wrong doings. 
  
Table 2: Mean Score and Standard Deviation for Integrity Variables and Job Conduct 
 
Variables Mean Standard 
Deviation 
N 
Job Conduct 
Prevention 
Accountability 
Enforcement 
4.2184 
3.5261 
3.7702 
3.7830 
0.66712 
0.50011 
0.48310 
0.49451 
139 
139 
139 
139 
 
4.3 Hypotheses testing and regression coefficients model summary 
 
The principal component factor analysis (PCA) was conducted and the overall measure of sampling adequacy for 
exceeded the st of sphericity was revealed. A check on 
Tolerance (TOL) indicates a value of more than 0.10 and the Variance Inflation Factor (VIF) is less than 10 for all 
independent variables, which confirms that the possibility that multi-collinearity is not detected (Hair, Black, Babin, 
Anderson and Tatham, 2006; Pallant, 2007). Please refer to Table 3 and Table 5. 
 
 
 
Variables KMO (Measure of 
Sampling Adequacy 
[MSA]) 
Sphericity 
Prevention 0.70 Sig. 0.000 
Accountability 0.79 Sig. 0.000 
Enforcement 0.85 Sig. 0.000 
Job Conduct 0.83 Sig. 0.000 
 
Multiple regression analysis was performed to determine the linear relationship between the independent and 
dependent variables to compare which of these integrity dimensions (prevention, accountability and enforcement) 
The correlation matrix 
indicated that there is correlation  (refer Table 4). 
conduct/behaviour as compared to the other two integrity dimensions (prevention and accountability). As shown in 
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Table 5, standardized coefficients indicate that enforcement dimension showed statistically significant contribution 
 explained by all other variables in 
the model is controlled with beta value-0.318, and t-value-2.493 with p-value=0.014.  
Table 4: Correlation Matrix 
 
Variables Statistical Test Prevention Accountability Enforcement Job Conduct 
Prevention Pearson Correlation 1 .481 (**) .437 (**) .178 (*) 
 Sig. (2-tailed)  .000 .000 .037 
 N 139 139 139 139 
Accountability Pearson Correlation .481 (**) 1 .795 (**) .403 (**) 
 Sig. (2-tailed) .000  .000 .000 
 N 139 139 139 139 
Enforcement Pearson Correlation .437 (**) .795 (**) 1 .435 (**) 
 Sig. (2-tailed) .000 .000  .000 
 N 139 139 139 139 
Job Conduct Pearson Correlation .178 (*) .403 (**) .435 (**) 1 
 Sig. (2-tailed) .037 .000 .000  
 N 139 139 139 139 
        ** Correlation is significant at the 0.01 level (2-tailed). 
        * Correlation is significant at the 0.05 level (2-tailed). 
 
 On the other hand, prevention and accountability statistically had no significant contribution to the dependent 
variable with p-value=0.620 and p-value=0.192 respectively. The beta value for prevention is -0.044 and t-value is -
0.497 while the beta value for accountability is 0.172 and t-value is 1.313. An R2 of 0.45 showed that only 45 
percent of the variance was explained by the model. The findings of the research suggests that the dimensions of 
prevention and accountability did not significantly influence in the work 
place without effective implementation and enforcement of procedures, rules and regulations.   
 Since enforcement is vital to avoid violations of standards, rules and regulations by the employees at the work 
place, this should be followed by punishments or sanctions to deter non-compliance behaviour.  
 In conclusion, the results of the findings indicate that hypotheses one and two (H1 and H2) were not supported 
and the relationship between integrity dimensions of prevention and accountability did not statistically have a 
supported, indicating that the integrity dimension of enforcement statistically had significant influence on 
 
 
Table 5:   Standardized Regression Coefficients Model 
 
Variables Standardized Coefficients Collinearity Statistics 
 Beta t-value Sig. 
p-value 
TOL VIF 
Prevention -0.044 -0.497 0.620 0.761 1.344 
Accountability 
 
0.172 1.313 0.192 0.346 2.891 
Enforcement 0.318 2.493 0.014 0.364 2.746 
      
 
R 2= 0.459 
R2  Change = 0.211 
     
*Job conduct is dependent variable 
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Since, at least one of the independent variables was significantly related to dependent variable, the model was 
considered as valid (Hair, Black, Babin, Anderson, and Tatham, 2006; Pallant, 2007), but not robust. Other variables 
such as sanctions and disciplines, job and career mobility, compensation and incentives are not considered in the 
model, which might also expla haviour at work. The result also revealed high 
reliability scores among all factors (independent va s well above the 
recommended threshold of 0.70 and 0.80 and a satisfactory score of 0.60 for the dependent variable (Nunally, 1978; 
Malhotra, 2004), indicating that the respondents understood the questions asked. In addition, higher scores for KMO 
among all sets of variables implied that the constructs are valid and measure what intended to be measured, since 
factor analysis plays a role in determining constructs validity (Nunally, 1978). Please refer to Table 6.  
 
Table 6  
 
Variables No. of Items  
Prevention 8 0.70 
Accountancy 17 0.87 
Enforcement 18 0.90 
Job Conduct 11 0.60 
Total 54  
 
4.4 Correlation between religious orientation, religion affiliation and job conduct 
 
The study reveals that there is 
behaviour at work with mean score of 4.2184 and 3.3957 respectively (r-0.129), indicating that the strength of 
religious orientation among the employees impacts their behaviours at work place. Pearson Chi-square test indicates 
that the employees  affiliation has a significant relationship on job conduct or behaviour at work with p-
value =0.000 level (sig-1 tailed). This indicates that regardless of their religious affiliation, it is assumed that the 
employees (Muslims and non-Muslims) are observant of rules and regulations at their work place. On average they 
are religious people with job conduct mean score of between 3.00 and above out of 1 through 5 Likert like scale 
which denotes 1  as strongly disagree and 5  as strongly agree on eleven items.  
5. Summary and conclusions 
Essentially, implications of this study provide critical information to aid management in making decisions on 
which dimensions of integrity should be given due consideration in enhancing integrity initiatives. Even though 
uct, 
nevertheless, in practice, these two dimensions are also important factors to be considered in influencing an 
s to be carried 
out firmly because the absence of stringent actions taken on those employees who violate rules and regulations will 
hamper the success of integrity effort in any organisation. 
It is worth noting that religious affiliation and the strength of religious orientation also impact the employee 
behaviour in the work place in relation to integrity. In conclusion, the findings of this study can contribute to the 
improvement of integrity initiatives, not only at the institutions of higher learning concerned but also at other 
government institutions and agencies as well as adding to the existing body of knowledge on integrity management. 
Hence, further research is strongly recommended to replicate the study on a wider perspective to include areas 
related to integrity and human resource management. 
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